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What is CDA?
A CDA, or Child Develop-
ment Associate, is a
person who has been
trained and judged com-
petent to care for
child;',..en 3-5 years old.
CDA 'raining consists
hal of academic course
work and half of actu-
ally working with pre-
school children in a
child care center. The

00
CDA credential is awarded
after a thorough assess-
ment by the National CDA
Consortivm, Washington,
D. C. Originating in
1971 witl-. the federal
Office of Child Develop-
ment, Department of
Health, Education and
Welfare, CDA is a nation-
wide effort to provide
qualified, highly moti-
vated personnel to meet
a growing demand by
parents for more and
better child care.

...Mmarammoi.m,.101111111

Why This Book?
Seven CDA training site:, were
startrd in Texas in 1973 with state
funds, trom tne Eai'ly Childhood De-
velopment Division of the Texas
Department of Community Affairs.
In the course of developing a cur-
riculv.m for training CDA candidates,
the Itexas sites collected existing
informational materials on compe-
tency-based education, shared new
experiences in dealing with prob-
lems, and began to record their own
discoveries.and successes.
Reprinted herfe are a few of those
materials and writings. The hope
is that this "handful of ideas"
will help others establish first-
rate CDA training programs and
contribute to enriching the lives
of young children.

For More information:
Jeannette Watson, Director
Early Childhood Development Division
E. Caroline Carroll, Project Director
Child Development Associate Training
Texas Department of Community Affairs
P.O. Box 13166, Capitol Station
Austin, Texas 78711 1-800-292-9642

Price: $1.00 (Cost of Reproduction only)
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Skills Needed by a
CDA Training Counselor

The-Child Development Asr-,ociate Program in Texas has combined the func-
tions of the traditional instructor and field supervisor into one position
known as the Training Counselor. In order to implement the program efficiently
and effi:ectively, the Training Counselor needs unique skills in the three areas
of 1) Facilitation of Learning, 2) Interpersonal Skills and 3) Management.

Competency statements for the Training Counselor in these three skills
were developed as the result of a research project for an advanced degree by
Peg Carter at Texas Woman's University. The directors, training counselors,
and field supervisors who had been involved in the Texas CDA pilot projects
(1973-75) served as the validating team for the competency statements included
in the revised version listed below.

I. FACILITATION OF LEARNINC

The CDA Training Counselor Can:

o Establish entry level for each trainee,

o Establish-a systematic personalized educational plan with each trainee,

o Implement individual and corporate educational plans with trainees,

o Utilize evaluative procedures which facilitate the achievement of
stated objectives,

o bemonstrate knowledge of and ability to implement procedures and
techniques of supervision,

o Model effective teacher behavior.

INTERPERSONAL SKILLS

The CDA Training Counselor can:

o Exhibit genuineness and self-knowledge in relationships with others,

Establish and maintain personal relationships on an individual basis
to meet the goals of CDA training,

1
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o Exhibit effective group dynanic skills in working with trainees and
others involved in a group situation.

III. MANAGEMENT

The CDA Training Counselor can:

o Develop a perSonalized program for each trainee in the CDA program,

o Establish an on-going working/learning contract with each field site,

o Maintain a Learning Resource Cent.or,

o Establish and-maintain management procedures which facilitate effective
program operation,

o Demonstrate effective managemen'_ of personal resources.

These 14 competency statements rerysent n attempt to expand the concept
of competency-based education as it relates to trainees in the CDA Program to
include the Training Counselors who implement the program. To further define
the skills needed by the Training Counselcr, each competency statem5nt will be
followed by a list of indicators for demonstion of competency. The compe-
tencies and indicators are:

I. FACILITATION OF LEARNING

The CDA Training Counselor can:

A. Establish, entry level for each trainee.

Indicators:

1. Assesses trainee's ability to work with young children in areas
of skill, knowledge and attitude.

2. Encourages trainee to conduct self-assessment of strengths and
weaknesses in relation to the CDA competcncies and personal
capacities.

3. Enatles trainee to describe personal philosophy, goals, educa-
tional plLn and attitudes toward children.

4. Accepts- where trainee is in development and offers alternative
ways for larning.

B. Establish a.systematic personalized educational plan with each
trainee.

Indicators:

1. .Utilizes cooperative plannina procedures that involve,trainee in
the formulation and implementation of personal learning goals.

2. Specifies goals and objectives related to individual assessed needs.
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3. Develops a design for effective, efficient action in implementing
the educational plans.

4. Specifies the resources needed for operating the plan.

5. Exhibits a knowledge of materials and resources at different
levels, so trainee can be guided to appropriate resources at an
individual level.

6. Designs a support system to reinforce and/or sustain change that
has occurred or will occur.

C. Implement individual and corporate educational plans of trainees.

Indicators:

1. Creates an environment in which trainees have the opportunity
to demonstrate competency.

2. Verbalizes relationship between what is happening in the class-
room and child development principles.

3. Allows trainee to experiment with new ideas, even though they may
not be familiar or consistent with approach used by the Training
Counselor.

4. Creates an environment in which the -trainee has the "freedom to
fail"--to learn from each experience whether or not it was
"successful".

5. Is creative in using resources (human and multi-media) relevant
to competencies being developed.

6. Designs and conducts training sessions to meet specific needs.

7. Assists trainee in putting together various aspects of training
(theory, field experience, feelings) in order that a meaningful
whole is achieved.

8. Analyzes educational climate in each trainee's situation and
adjusts program as indicated.

D. Utilize evaluative procedures which facilitate the achievement of
stated objectives.

Indicators:

1. Establishes evaluative criteria consistent with prestated objectives.

2. Provides for the trainee's continued self-assessment of achievement
based upon objectives.

3. Engages in cooperative evaluation of achievement wi.th trainee.

4. ,Considers cumulative data on trainee's ability and achievement
in evaluating performance.
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5. Evaluates trainee's work qualitieS, personal traits and progress.
on t12 job.

6. Evaluates quality of field-site training received by the trainee.

7. Discusses the functioning of the teaching team with the team
members, whereby appropriate action can be taken if necessary.

E. Demonstrate knowledge of and ability to implement procedures and
techniques of :supervision.

Indicators:

1. -Respects and supports the trainee as a person at all times.

2. Instructs trainees in using an observation system to insure that
the vocabulary and intent of observation can be understood.

3. Decides on specific behaviors.that need to be altered and specific
learning activities to attain the'desired behaviors in conjunction
with the trainee.

4. Spends time in the classroom to get a "feel" for children, trainee,
and setting before focusing on observation of trainee.

5. Establishes a time for feedback conferences during each field-site
visit which is convenient for trainee, center staff, and trainer.

6. Provides opportunity for trainee to evaluate own performance before
making suggestions.

F. Model effective teacher behavior.

Indicators:

1. Demonstrates a healthy self-concept.

2. Supports the person and is objective about the skills demonstrated.

3. Accepts and values each person as an individual.

4. Focuses on potentialities of each trainee.

5. Demonstrates question-asking skills that stimulate, direct, and
extend thinking.

6. 'Demonstrates knowledge of different learnin( modalities and adapts
program to meet styles of trainees.

7. Encourages divergent and convergent ti(Ir*:ing.

INTERPERSONAL SKILLS

The CDA Training Counselor can:

A. Exhibit genuineness and self-knowledge in relationships with others.

4
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Indicators:

1. Models a healthy self-concept--accepting own strengths and
weaknesses and managing'both appropriately.

2. Communicates congruently own thoughts, feelings, attitudes,
values and commitments.

3. Identifies cultural bias and analyzes ways in which it affects
an individual's relationship with trainees of a different
Cultur-al background.

4.- AcceptS negative feedback nondefensively.

5. Maintains continuous pc and professional growth.

B. Establish and maintain personal relationships on an individual basis
to meet the goals of CDA training.

Indicators:

1. physically attends to trainee tf) communicate an attitude of
listening and interest (i.e., eye contact and relaxed posture).

2. Recognizes and identifies the physical cues to feelings that
are exoressed by others.

3. Responds to trainees with accepting statements to communicate
that both content and feelings have been heard and accepted.

4. Communicates a positive regard for the trainee's abilities to
operate effectively at all intellectual levels; in handling
feelings; and in solving problems.

5. Uses praise and descriptive feedback effectively.

6. Maintains confidentiality of privileged information.

7. Uses problem solving methods that enable trainee to solve own
problems.

8. Exhibits skill in handling conflict situations (i.e., respecting
other person's right to disagree, finding areas of agreement, and
negotiating differences).

9. Implements strategies which produce a two-way information exchange
with sehool personnel.

C. Exhibit effective gr.Oup dynamic-skills in working with trainees and
others involved, in S group Situation. .

Indicators:

1. Establishes a climate of trust" so that.each person participates
in discussion and contributes own_ideas.

5
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.2. \Balances task-oriented actiiiities with group maintenance as
necessary to agcomplish goals.

3. Accepts and dlarifies, in a nonthreatening manner, an attitude
or feeling tone expressed by another.

4.. Clarifies, bui.lds, and develops _ideas suggested by others.

5. Allows time for and encourages trainees.to check perceptions
and p'rsonal meanings .of learn'ing activities whereby learning
may b more fully integrated.

.7

6. Becognizes that conflict can lead to beneficial change and
14. manage's it toward positive resolution..

III. MANAGEMENT

The CDA Training Counselor can:

A. Develop a personalized program for each trainee in the CDA program.

IndiCators:

1. Determines the needs, problems, potentialities and interests of
each trainee (using several methods of data collecting).

. Establishes clear contract with each"trainee so that expectations
and responsibilities of both trainee and trainer are understood.

3. Identifies common training needs and plans to meet those needs.

4. Matches trainee's unique characteristiCs with an appropriate
field site.

5. Is flexible in adjusting time demands of class participation and
field supervision to meet needs of trainee.

6. Maintains records documenting each trainee's progress through the
program. -

B. Establish an on-going working/learning contract with each' field site.

Indicators:

1. Orients field-site staff to CDA training.

2. Clearly defines the commitments of trainee, field-site staff and
CDA program staff to each other.

3. Develops a systematic training plan with the trainee and field-
isite director.

4. Provides field-site staff with reinforcers for cooperation in
training.

11
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5. Frovides continuing.support to trainee, field-site supervisors
and directors.

C. Maintain a Learning Resource Centex.

Indicators:

1. Establishes procedures for maximum use of the Learning Resource
Center by trainees, other school personnel and'outside groups.

2. Plans to meet changing needs of supplies and equipment for
instructional goals.

D. Establish and maintain management procedures which facilitate
effective program operatidn.

Indicators:

1. Involves those persons who will implement the results of a
decision in the decision-making process.

2. Organizes and coordinates program personnel in order to make
maximum use of personnel, time, materials, space and money.

3. Meets regularly with program personnel to review prc ress toward
achievement of the goals and obj(ctives established by them for
the CDA program.

4. Relates the basic functions of management--planning, organizing,
delegating, motivating, evaluating--to the CDA program.

E. Demonstrate effective managemeat of personal resources.

Indicators:

1. Prioritizes program elements whereby tasks will be accomplished
on,time with a minimum amount of stress.

2. Uses the most efficient method Tor clear communication.

3. Establishes clear contracts with each trainee to insure that
program responsibility is shaed.

4. Recognizes personal strengths and limitations and utilizes other
resources when needed.

5. Takes care of physical. needs to insure that health is maintained.

6. Provides for emotional needs by sharing with a suppor',_ group or
an individual.

7. Meet:: mental needs by continuing professional develoloment.

12
Peg Carter

7 Texas Woman's University

August 1976



Some Findings
and Recommendations
from the Texas CDA Projects

When this paper was written, the Texas Department of Community
Affairs, Office of Early Childhood Development (OECD) was two and
one-half years into funding five Child Deve,lopment Associate (CDA)
training projects at seven colleges and universities in Texas.
Although these projects were all based on the national CDA.guide-
lines, there were certain differences. The Texas projects' curric-
ula were distinguished by their emphases on 1) developing the
social and emotional skills of the trainee and 2) relating their
curricula to the needs of the project's community or communities.
Administratively the Texas projects were characteri.zed by a high
degree of interaction with one another. The projects were in fre-
quent contact with each 'other and with OECD leadership in defining
problems, suggesting solutions and obtaining technical assistance.
Consequently, there was much sharinr and mutual assistance among
the projects concer.ning the problems which the projects themselves
thought to be significant. This sharing of ideas, problems and
solutions significantly facilitated program progress.

The concerns and i.. ues noted ist the following pages have many
sourtes. Some are at least partly a result of: 1) the sheer new-
ness of the CDA concept, 2) the consequences of time-limited funding,
and 3) the circumstances of location in a particular educational
institution. However, it is expected that sharing some of what the
Texas CDA training projects have learned from each other will facil-
itate the development of other training projects. The problems and
successes encountered by the Texas projects are discussed in the
following pages with this objective in mind.

Administrative Concerns

Administration is a key element in the development of any
trainlng project. This is particularly true of an innovative
program such as CDA training where few guidelines or standard
procedures exist and any new program faces resistance tc change.

I 3
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Goals

,The goals of a program are the long term outcomes desired
for that project. They are not immediatel.y realizable but give
focus and shape to the activities of a program. All Texas CDA
programs set explicit goals for the trainees in their projects;
however,not all projects set goals for the training programs them-
selves. Program administrators must begin thinking very early
in program development about their training project's future.
Whether this is as a part of a university based preservice program,
or as part of a university or non-university based Continuing Edu-
cation or an Outreach Program is not important. The key here is
that goals for the future of the CDA project must be set early in
the training project's lifetime so that it is possible for the
project to stabilize successfully and continue progressing after
initial development.

r:taffing

The Texas CDA training projects generally agreed that the
quality and skills of their staffs were the most important keys
to a successful training proql-am.

Recruitment and Selection: No project wrote specific criteria
for staff positions; however, when asked, nearly all project direc-
tors mentioned minimum requirements of a master's degree in early
childhood education or child development, experience in teaching
preschool children and, most importantly, a strong personal commit-
ment to CDA training (i.e. competency-based, individualized and
field oriented).

Job Definition: A wide variety of job titles are listed for
personnel of the various Texas projects such as field directors,
training counselors, or field supervisors. However, the functional
tasks of curriculum development, field supervision and the coordi-
nation of field anri academic experiences occupy most of the staff
members' time. Nearly all the project directors agree that the
most important specific skill:'for a staff member to have is the
ability for him or her to have good relations with the trainees.
Other talents frequently noted are the abilities to write and
revise curricUlum materials and skills in working with field site
personnel--university administrators and faculty members.

Training: The development of a genuinely competency based
program coordinated with field eXperiences requires a wide range
of personal and professional skills from the staff. These skills
range from curriculum development to trainee assessment to program
design and implementation. In many cases the stafE members ini-
tially lacked the necessary skills and either had to obtain direct
consultative assistance or be trained to do the job themselves.

10
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Direct training for CDA staffs is obtained from several
sources. ':-;ome of the projects enroll staff members in courses at
that insttution while otherrprojects hire conseltants to train
the staff. OECD supported the training of staff members through
several workshops. These workshops have been particularly effec-
tive because they dealt with problem areas for which the CDA pro-
jects themselves requested training. It is recommended that when-
ever possible, .CDA programs should coordinate their training efforts
among projects having similar concerns and/or interests. This has
the dual advantage of: 1) making more resources available For a
wider variety of training and, 2) facilitating the sharing of infor-
mation and ideas among the CDA projects.

Staff concerns: Probably the major problem for the Texas
CDA projects during their initial year was the matter of staff
workloads. Extremely heavy staff workloads were the rule in the
CDA projeOts for several reasons. Probably the most significant
reason was that during the first year of funding the Texas projects
attempted to develop curriculum and train trainees at the same time.
However, these heavy workloads are probably characteristic of the
start-up of any innovative program and should be anticipated in
planning first year activities.

Another difficulty is that in some CDA projects the original
proposal writers or program designers are no longer directly
involved in the training projects. There are two major reasons
for this situation: 1) most of the program designers hold senior
faculty or administrative positions in their university which
require considerable time and 2) high level positions are often
not funded or only partially funded so that any extensive partici-
pation by these people is a voluntary.contribution. by them. Over
time this unpaid assistance tends to recede as these persons get
involved in other university activities.

This results in several problems: 1) the program as origi-
nally designed may be i,nconsistent with the staff members' pre-
ferred ways of doing things, 2) the proposal writers are highly
skilled professionals; when these persons' talents are unavail-
able, demands on staff time become even heavier; 3) when repre-
senting the program either within the project or university or
outside it, few of the staff members have the academic creden-
tials and personal credibility of the original program designers.
It is highly recommended that paid positions be provided for senlor
personnel so that a significant portion of their time can be
devoted to CDA training. This is particularly important during
the first year when the tasks of designing and implementing the
curriculum and administering the program are so complex and
demnding.

The CDA staffs are also affected by the slow development om
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the assessment and credentialing system. This is particularly
disadvantageous because they are designing and carrying out train-
ing programs with no information about how the results of their
efforts will be evaluated and little information about how the
trainees will )e credentialed. It is essential for all who have
established CDA training programs to find out as soon as possible
about the national assessment and credentialing system so that they
can be guided in their training efforts and able to inform their
trainees about it.

Coordination

Coordination of the Texas CDA training projects particularly
emphasizes the relations of departments within universities hecause
the original guidelines for submitted proposals required th coop-
eration of different departments and colleges in the university.
All CDA training projects planned for considerable cooperation
among departIllents and apparently received this support in the early
stages of the projects. It is recomme..ded that as early as possible,
administrati,ve agreements, particularly those reflecting inter-
departmental or inter-collegial procedures be aocumented as for-
mally as posible to prevent later misunderstandings. As time passes
there ir a tendency for the unpaid (see above discussion of senior
faculty and administrator involvement) departmental representatives
to get involved in other activities and lessen their participation
in routine program affairs. This results in programs becoming
steadily more strongly associated with the department or college
which administers and houses them.

Concerns: A departmental association is perhaps inevitable in
a university setting with its differentiation into colleges and de-
partments. , However, this categorization does create certain admin-
istrative problems for an interdisciplinary curriculum.

For instance, in programs that are moving into .completely
competency-based individualized training, college faculty members
provide academic instruction to the CDA trainees. It is often
very difficult to coordinate what these faculty members will pro-
vide the CDA, since university academic traditions emphasize the
independence of the university professor. However, it is espe-
cially difficult to obtain coordinated instruction when the in-
structor is not even in the same college as the CDA program. The
instructor is not hired directly by the CDA program, but rather
the University acts as intermediary; hiring the instructor or
committing a portion of an existing employee's time, and receiving
in return tht CDA monieq, This results in CDA projects having
rather tenuous lines of formal authority over CDA instruction,
although informal authority as a result of personal friendships
and professional agreement is more often the rule. One Texas
project deals with this problem by directly tra'ning the CDA in-

12
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structor:-; cmcernin9 CD1, concepts the project's expectations
of the inL;tructors.

Ah analogous exe.pl, a lully bascd program con-
cerns testing for credit for a tnee which is an impor-
tant aspect c,:,petcrcy-ba!,:ed app-cachus. However,
many departments and r-.ol,!g=.!s are quitc :.:1<cp.':.1 of Lesting pro7
grams operated out of another depattment or coilgc whicl. could
award credit in their field. This is tr..Jc ,:veh i they had par-
ticipated in developing some of the modules or identifyihy p(,rform-
ance standards, etc. They lack control over a systam wl-1:..ch could
divert potential students from their program. This concern over
lack of control can be interpreted to mean concern over quality of
training, or it can be seen as a concern over the loss of rev,2nue
from fewer students in the departmental program.

In both the illustrations above, the central problem is the
effort to establish a centralized, closely organized training
program in a setting in which collegial, departmental and individ-
ual autonomy are emphasized.

Another factor which affects on-campus coordination of CDA is
resistance to competency-based education (CBE). For instance,
teacher educators fear that they must give up their autonomy as
professors, or that an alien value system will be imposed on them
by the competency-based program. Administrators are concerned
about changes in administrative details which result in unsettling
questions such as "what is a course in a CBE system?" "How is .

student progress monitored?" or "How are academic Credits earned?".
A related administrative problem has to do with determining costs
of CBE--how much investment in technology is needed, how do they
determine faculty workloads, and how, much effort must go into
developing a CBE curriculum or setting up a resource room.

Although the different CDA programs found various solutions
to these and other problems, certain worthwhile ideas are in general
use: 1) involving administrators and other key personnel in the
design and duvelopment of the CDA training program itself since '

many of the significant problems are administrative in nature,
2) developing a competency syFtem which has been carefully adapted
to the unique needs of that ;.hstitution in terms of its objectives,
population served, and resources, and 3) those programs where good
communication has been maintained and resistance is minimal are
projects that are headed by a person who has strong academic cre-
dentials and some personal power in the'institution.

Recruitment and Selection of Trainees

Recruiting Strategies: When the CDA projects were getting
started, probably the most frequent recruiting strategy used by
the Texas projects was direct, personal contact with the various
public and private child care facilities in.the area. This was

7



surplemented in some projects by letters tc the various centers
requesting applications to CDT, training. These dissemination
strategies were then followed up by large group meetings where
more specifir; information was presented and questions could be
answered. Radio, television, and newspapers were not used fre-
quently for recruitment.

As the programs have matured and enrollments have stabilized,
no program has maintained a formal recruitment effort. Instead,
projects attract applicants as a result of public presentations
by CDA staff and/or personal contact with CDA trainees. This
latter factor, contact with trainees, is particularly powerful.
For instanoe, at one proje,ct, all applicants for CDA training
since approximately the summer of 1973 applied because of their
personal contacts with CDA trainees. It is clear that after the
first year of a project the problem is not recruiting trainees
but rather selecting good ones.

Selection Criteria: No program specifies clear criteria for
trainee selection; however, certain minimum criteria pertain to
all projects: 1) academic background - all projects select persons
who have at least a high school diploma or GED, 2) work experience
all persons seled are currently workin9 at c!.1ild care centers

or had been emplui-¢ed.at such centers, 3) attitudinal factors
usually indications of "higr interest and motivation. This is
the fuzziest area, and also in the estimation of many project staff,
the mos:: important. This lact of explicit criteria can cause prob-
lems in training later. For instance, several trainees at one
program were admitted wholacked the necessary minimum prerequi-
sites for CDA training at that project. Conversely, at another
program one CDA turned out to be considerably over qualified for
the training and could not adjust to the program.

There is no easy answer to this dilemma of initial level or
competence, which must be considered by all trainin9 projects.
With experience the selection criteria will become more valid.
Probably the key here is that the assessment system, particularly
the preassessment component, should be related to the selection
methods used by the training project. This has two implications:
1) the assessment framework within the curriculum should provide
guidance-for selecting students, and 2) care should be taken to
ensure a satisfactory "match" between the skills of selected stu-
dents and the curricular demands of instruction and assessment.

Few incentives are given the prospective trainees except for
free tuition and the opportunity for academic credit; in addition,
one project offers free books, another offers free materials, while
a third offers some child care. It should be noted that persons at
certain projects question whether these incentives are beneficial
to the training effort. Indeed, one program plans to charge half-
tuition Lo CDA trainees in projects funded by the Texas Migrant
Council and Texas Department of Public Welfare because they believe
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this commitment from the trainee increases his motivation to bene-
fit from the CDA training.

Trainees

The largest single group of applicants for training (about one
third of the total of 450 during the first one and one-half years)
came from day care centers. Significant numbers also came from
Head Start teachers, public school aides and private school aides.
Day care staff were also the largest group selected for training,
constituting over two thirds of the total group selected. Con.=,

siderable numbers of persons from Head Start, public schools and'',
private nurseries and kindergarten also were selected.

More than any other single factor, the self confidence of the
trainees is seen as their greatest weakness and paradoxically as
their greatest source of strength. It is viewed as a weakne55
because so man/ of the trainees initially lacked confidence in
their teaching skills and were self-deprecating and defensive.
However, personnel at the field sites and also project staff mem-
bers have remarked on how much the CDA training has done for the
development of self-confidence in the trainees. This is partially
a consequence of the built-in autonomy and self reward of compe-
tency-based education, but it also appears to be more than just
that. This should be studied further as a major unanticipated
result of ODA training.

Design of Training

A major characteristic of the Texas CDA projects is their
emphasis on competency-based training with its requirements for
specificity in CDA skills, knowledges and attitudes. Because of
the resulting changes to traditional educational strategies, con-
siderable staff time during the first months of program activity
was spent in designing training.

Collecting Job Data: Normally; a prerequisite step for de-
signing training is the collection of job information from workers
in the field. However, since there are no persons presently
employed as CDAs, alternate strategies must be used in an effort
to "reality test" the CDA concept.

A strategy frequently used by the CDA projects is to inter-
view employers of child care workers about what their worl:ers do
and what.they feel constitutes a "good" worker. The 7.ajor problems
here are: 1) the small number of ,emTloyers interviewed; 2) possibly
biased selection of interviewers, since the employers were usually
acquaintances of CDA staff members; and 3) the lack of definitio.n
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of what a CDA should be able to do, etc. Another similar strategy
used by some projects is to ask "experts" what a competent child
care worker can do, etc. However, the problems noted above are
also relevant to this approach. Nevertheless both of these appro-
aches are useful tools for establishing preliminary linkages
between CDA training and practice.

Breadth of Curriculum Coverage: Coverage of the CDA projects
is quite broad with very little subject matter relevant to early
childhood education left untouched. All Texas projects cover,
language and concept development; affective development; psycho-
motor development; safety; family relations; and culture, age and
sociceconomic status factors. Using community resources and CDA
professional roles are dealt with in some curricula but not all.
Perhaps the only early childhood education topics not dealt with
extensively are subjects, such as infant (0-2) development or early
childhood education for the handicapped, which are not directly
part of the present CDA role.

The sheer range of coverage presents certain problems in it-
self.. For example, at what level of prc,ficiency do we expect CDAs
to be? Several of the curricula appear to have sufficient objec-
tives and activities for a four-year college proyiem. If we require
these projects to be two-year programs, can we trim some of this
breadth of scope? If so, what areas should be trimmed?

Sequencing Course Module Content: There are two basic prob-
lems associated with Sequencing Course Module Content depending on
whether the CDA project employs vniversity faculty for instructional
purposes.

Thoge projects which are using only instructional modules can
arrange their training in various sequences depending on the needs
of the trainees. For instance, one Froject reports that only two
of their competency areas have prerequisite competenci.-2s. The
problem for these projects (and a problem for the instructor-based
programs also) is the general lack of formal preassessment for most
of the modules. Without a preassessment of the trainees' skills,
only a very rough estimate can be made of where the trainee is and
what sequence of modules would be appropriate for her. Those
.projects using instructors have an additional problem in sequencing
instruction. All instructor-based academic programs, with the
exception of a projeut where the CDA staff itself does the instruc-
tion, report that they had difficulty scheduling faculty instructors
and obtaining appropriate faculty.

It is recommended that developing training programs give early
emphasis to the design of appropriate preassessments, because this
is a key aspect of CBE programs. However, trainers should point
out to the trainee the tentative, experimental nature.of any assess-'
ment procedure during theearly ,stages of curriculum development.
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Field Sites

Supervised field er.qperiences were seen by the ODA projects to
be crucial for helping trainees acquire the CDA competencies; fur-
thermore, national CDA guidelines required "that 50 percent of the
trainees' total time Should be spent in superv4sed field work in
early childhood settings.'

Field supervision is a major cost in CDA program operation.
Probably over 50 percent of the program staff (non-instructional)
personnel's time is spent in this activity, chiefly as a result of
the large number of centers in whicil CDAs are located and the wide .

geographic spread of these centers.'

Selection of Centers: In most cases, field sites are not
selected. Instead, trainees are selected who are employed at
various centers which are then contacted to see if they will par-
ticipate in the CDA program. The critical factor for all CDA
projects is the agreement of the field sites to work cooperatiVely
with the training projects. Additional criteria frequently used
are: 1) willingness to let the teacher try new materials or teach-
ing techniques, 2) readiness to let the field supervisor from the
training project come in and observe the classroom, and 3) the
apparent quality of the site.

In nearly all situations, formal agreements are written which
establish regular release time of 4-8 hours per week of academic
training for CDA trainees. In addition, the agreements require the
field site to continue to Meet the criteria for selection noted
above, while the trainers will provide training to the CDAs or
occasionally to non-CDA staff. In all but one training project,
this is the only direct pay-off for the field site. One CDA pro-
ject pays the field sites $200.per semester.

Both staff and trainees frequently complain about the quality
of sites available for training. There simply are not enough
exemplary field sites. One project attempted to deal with this by
working with the staff at substandard sites to improve the total
program at those sites. However, the magnitude of the tasks in-'
volved and the difficulty of obtaining consistent cooperation
froM site directors made the attempt unfeasible. All projects
work at creating good relations with .site administrators and unob-
trusively assist in site development. Other possible strategies
include (a) continued efforts by project staff to identify and
recruit quality sites, (b) increased benefits to field sites in
terms of pay-offs ("ther than just provision of training to CDAs
and (c) greater utilization of laboratory nurseries at institu-
tions or development of own nursery resources.

Coordination of Academic and Field Work:
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size thejclose relationship between academic knowledges or skills
and field work. This close coordination is usually obtained in
two ways: I.) structurally, through including field performance
objectives within the modules or requiring field based learning
activities as a part of.academic courses, and (2) through personal
counseling with the trainee. It should be noted that learning
.occurs in both directions. The training aupervision helps the ,

trainee apply academic skills and knowledges to the field sites,
while the trainee enriches his academic,program with ideas and
insights from his.field site experi,ences.

Concerns: The workload of the training supervisor is a persis-
tent problem because there are typically a large number of widely
spread field sites. Consequently, a considerable amount of time
-is spent merely getting from one site ta another. At least two of
the proj,ects try to lessen this problem by video taping trainees,
at the field sites. The field supervisor and the trainee then
critique the lesson together at the training center. However, in
all programs, it is quite difficult to satistactorily balance proper
field supervision with other staff duties.

The lack of teaching models at the sites is also a problem.
In a few cases, a supervising teacher or director provide this
assistance to the trainees, but only infrequently. Furthermore,
the sheer workload of the teaching supervisors permit only occa-
sional opportunities for modeling or demonstration teaching from
the CDA trainers.

Also it is difficult for the trainee to obtain e,cperience with
3-, 4- and 5-year-olds, to teach chiidren having various handicapping
conditions, and to work with parents and children of a variety of
socioeconomic and cultural backgrounds, because it is unlikely that
all these conditions are represented at the field sites. Conse-
quently, although the depth of field experience is considerable
for all trainees, there is a real possibility that the range of
experience may be insufficiently broad. These problems are leading
some training projects to select CDAs who are not presently working
in a child care center. This allows much greater flexibility of
field placement and also facilitates coordination of field and
academic experiences. It also permits consideration of a much
wider rare of potential trainees.

CiA Project Relations with Non-CDA Field Site Staff: Nearly
alI piograms report CDA trainee involvement in in-service training
at their field sites which is a direct result of the trainees' CDA
experiences. Generally, other field site staff think well of the
CDA program and welcome the ideas brought into the center by the,
trainees. This allows much greater flexibility of field placement
and facilitates coordination of field and academic experiences.
It also permits consideration of a much wider range of potential
trainees.
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Three relatively minor problems which do crop up occasionally
are: 1) non7CDA staff members'' jealousy of what the perceiv2 tc
be special privileges and opportunities for CDA trainees, 2) fear
on the part of staff (including administrators) that they will be
negatively eva'luated by outsiders,.and 3) concern by center manage-
ment that their authority.over center employees will be diminished.
CDA trainees and trainers have been generally successful at te-
ducing their apprehensions primarily through personal exampl.e, and
by direct discussion when necessary.

Peter L. Jennings
The University of Texas 'at Austin
July 1975
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Field Site Supervision

The proceSs of field supervision should focus on the trainee's
role in the classroom and promote an in-depthunderstanding of the
complexities of that role. Continuing on-the-job supervision should
be the primary strategy for enhancing the trainee's level of compe-
tency. A team approach - - in which the trainee, the CDA Trainer,
and the staff of the child care agency all participate - is likely
to be most successful. SUch an approach can provide opportunities
-1for immediate feedback, demonstration teaching, non-self-conscious
observation, and individualized training.

The CDA Trainer's role should be one of an instructor, advisor,
and facilitator rather than a visiting "authority figure"-who
observes, comments, and then leaves without a continuing commitment
to improving the situation. The Trainer should have ample time.at
the field placement to become familiar with all aspects of the pro-
gram and to.develop a trusting relationship with the trainee and
staff. A good ratio of Trainer to trainees is 1 to 10, or 1 to 12.

The CDA Trainer should sensitively and carefully observe and
evaluate the trainee's work with'children and regularly provide him
or her with useful feedback and supportive help in improving compe-
tency. In addition the Trainer should:

1. Coordinate all aspects of training eXperiences.

2. Provide on-site training support to the trainee to help
integrate the trainee's work experience and academic
experiences.

3. Plan formal and informal experiences which contribute
to the trainee's total learning.

4. Provide counseling, both professional and personal,
according to individual trainees' needs.

Suggested Methods for Helping Trainees Acquire the CDA Competencies

The following methods are useful to highlight good models of
teaching and help trainees acquire the CDA competencies:

1. Demonstrations by the CDA staff or others, followed by
group discussion.
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On-the-job discutsions with other staff .and CDA Trainer.

3. Use of audio-visual materials with prepared discussion
guides that highlight examples of CDA compe'tencies.

4. Self-analvsis, guided by evaluation sheets or criteria
supplied by CDA training staff.

5. Use of video tape recorders or audio tape recorders to
tape teaching for self-analysis or peer eval6ation.

6. Paired peer observations.and evaluation where two trainees
work together to learn competencies.

7. Personal journals and diaries.

8: Child study: observing specific behavi_Qr_s or clOing case
studies. (In all cases confidentiality of the children's
records should be preserve-d.)

9. Individual conferences with CDA Trainer, followed'by feed-
:back and goal setting related to development of the CDA
competencies.

0. Discussion,groups or seminars in whiCh "What happened thit
morning" it related to the CDA competencies, to theorr-tical
knowledge of child growth and development, and to 'prin.ciples
of curriculum and instruction. ;.

11.

19.

On-site workshops focused on curriculum, teaching methods,
parent involvement and Other subjects related to CDA compe-
tency areas.

Fie_ld visits to experimental programs, community aq.-Icies,
and child care programs with different philosophies or
physical_ set-ups.

13. Ekchange placements with other CDA trainaes.

14. Independent projects.

ervised Field Work

Approximately 50 percent or more of the trainee's total training
time must be spent in supervised field work.

Supervised field work is crucial to .,:he development of competency.
For classroom staff, the trainee's major field "placement" will
undoubtedly be the day care center in whlch he or she is employed.
However, this does not mean that "training" will consist of ,routine
work in the trainee's own'classroom. The 50 percent of the trainee's
total time which is "supervised" should involve:
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1. Being observed Or a. supervisor followed by an individual
conference,or informal conversation.

2. Being.video.taped,.;or audio taped - or doing this oneself,
followed by conversation or self-evaluatiOn.

3. Observing- peers, or being-observed.

4. Attending "integrative seminars", in which teacher behaviors
are related to theoretical knowledge in terms of "What I
saw -this morning

5. Watching teaching demonstrations.

6. Visiting other preschool programs or child development
centers.

7. Attending on-site workshops focused on,curriculum areas or
teaching methods with immediate application.

The role of the cpA Trainer is to guide the field experience so
that it is a dynamic learning experience. The supervision process
should focus on the individual-trainee's role in the classroom as a
teacher of young children.

Editor's Note: Since "this article was written, the'CDA Trainer as
-Field Supervisor has received additional.attention. Because super-
vised field work is fundamerityl t6 the CDA competency concept, the
responsibilities of field sUPervision in some situations may be too
great for one CDA Trainer to handle. Therefore, it has been proposed

. that the cpA Trainer have a corps of training supervisors to work
with trainees in the field; or, that the directOr of the child care
center where a trainee is placed he trained to do field supervision..

2 6
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Resource Rooms

Programs which place emphasis on individualized instruction
or inaependent study require a place where materials needed ,an
be easily secured. This room has been labeled the resource room
in the Texas Child Delfelopment Associate pilot project. The
resource room should iirovide adequate space and a convenient
organizational plan to allow trainees to secure'quikly materials
needed to meet the program objectives. This room should also prc
vide a place for trainees to work individually, or with other
trainees. If the,resource room is going to meet the needs of wo/
trainees, the room must be opened on a flexible schedule or for t
extended day on a regular basis.

The resource room will require staff members on a regular be
to provide indiVidual instruction, assistance in securing materie
and reorganization of materials. All staff members Who are worki

a Child Development Associate program should'spend some time i

the,resource room. Staff members in the resource room might incl
faculty, field site supervisors, a Child Development Assotiate
trainee, or work-study students. The faculty should find the tin
spent in the resource room very helpful in seeing the amount of
time and effort required Or the trainees. .Also this time will be
beneficial for prev.i,bWing visual aids and keeping up with profess
pubijcations. When*Ielkeral faculty members 'axe workingin the px
.the time spent in the resource room helpstrainees to see that, re
less of the instructor, all staff members are w-Irking toward a GO
goal through the use of.the same.instructionai materials.

Colleges frequently find it difficult to providt a room just
the Child DevelopMent Associate trainees,because oflimited space
This may require the staff to utilize an.aiternate plan which may
not yield the desied outcOme. After the program becomes establi
perhaps the college will be able to justify a resoUrce room espec
for Child.Development-Assdciate resources and individualized stud
Some alternate plans might include a classroom and resource room
bi.ned, a small cileck out room, individualized learning centers in
other departments, a mobile van or the reserve section of the lib

The equipment needed in the resource room will vary as the
function .of the room varies. However, one will -7ant to consider
the follAing: shelving, tables, work carrels, f.le cabinets, fi
boxes, reqord players, cassette player/recorder, slide projector,
film strip projector, laminating machine, paper cutter, tacking i



and a bulletin board. A part of the training program should include
instructing trainees to use the media hardware. Practice in using
the equipment will prove helpful to the trainees in future employ-
ment.

Trainers should carefully preview materials available in the
fields of child development and early childhood ,education. Materials
selected should provide both printed materials and media software
including slides, filmstrips, films and audio tapes. Materials
selected should be written at a level which the trainees can under-
stand. Trainees will probably find the materials more helpful if a
task is to be completed based on the information obtained from the
presentation. Other materials which might be included in the
resource room are free materials from various companies, professional
journals or magazines, toys and other teaching materials for preschool
children, as well as displays or other supplies which can be obtained
on a loan basis.

Materials should be organized in a manner which is most helpful
to the staff and trainees. One-might consider a number coding system
which corresponds to the modules in the program or a color coding
system which corresponds to groups cf modules. If the trainees
carry materials into the community for trainees' use, a system of
packaging all materials required for each individual module might
prove helpful.

The resource room will require organizatioxl,and adequate manage-
ment to function for the trainees. Trainees should be required to
sign in to provide a record of attendance. A staffing schedule
should be posted to enable trainees to know when staff members

.

will be available to provide individualized assistance. Also a
check out system and inventory system should be established to
provide adequate records.

The Child DeveIopmeht Associate resource room may become a
room which various groups in the community as well as other depart=
ments might desire to share. Staff members from the field sites
might be invited for staff development. The Child Development
Specialist with the State. Department of Public Welfare, as well
as other community programs serVing children, might also be
invited to utilize the resources.',

The Child Development Associate resource room should become a
rich place with many materials available to those who desire to
enhance the lives of young children. It should be a room with an
inviting atmosphere which is conducive to study and sharing. The
staff should strive to encoura.ge trainees, other college depart-
ments as well as the community agenCies serving children to come
together in a rich environment to better understand children.

Faye Murphy
Tarrant County Junior College
November 1975
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:::""" An Excerpt
from The CDA Program:
The Child Development
AssociateA Guide for Training

(Editor's 'Note: What follows is taken from a guidebook designed
for use in training staff for Head Start, day care, nursery
schools and other preschool programs. It is reprinted with the
permission of the Office of Child Development, U.S. Department
of Health, Education and Welfare.) \

THE NEED FOR COMPETENT PERSONNEL IN PRESCHOOL PROGRAMS

Those who work with young children know that the key element in any
program is the staff -- the adults who teach, supervise and relate to
the children both individually and in groups. This is true of early
childhood programs in Head Start centers, day care centers, nursery
schools, or public school settings. The best facilitieS, materials
and curricula, the best intentions of parents, program directors,
and teachers cannot guarantee high quality child care or effective
educational programs unless those who deal directly with the children
are competent, knowledgeable and dedicated.

At present, many individuals who bear primary responsibility for the
development and education of young children in child care programs
have had insufficient preparation for the vital and complex task
that they have undertaken. Most staff members in child care programs
have received preparation in essentially one of two ways: they have
been college trained (with or without course work in early childhood
education and child development) or their training meets no specific
standards directly related to providing developmental care of high
quality. This lack of relevant standards for staff preparation merits
serious concern in light of a growing recognition that a college degree
by itself is no guarantee that a person possesses the competencies
necessary to foster intellectual, social, physical, and emotional
growth in young children.

With the outpouring of public enthusiasm for such programs as Head Start,
the interest of state governments and public schools in early childhood
programs, and the rising demand for nursery school and day care services,
both the availability and the quality of competent staff for such programs
have become matters of growing national concern. It was in response to
these needs that the Office of Child Development developed the concept
of the Child Development Associate.
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The Child Developmeot Associates, or CDAs as they are popularly called,
will be representr.tives of a new professional category. CDAs will he child
care spec ialists vith the basic competencies to assume primary responsi-
bility for the daily activities of groups of preschool children in
center-based programs. Future extenSions of the concept can made for wor.
in other early childhood settings; for example in home-based programs,
family day care, or work with handicapped children. rn cencer-based
programs, CDAs will. not be responsible for overseeing the total program,
but will work in settings with differentiated staffing Datterns in close
contact with more trained eerienced staff members. CDAs shOuld
have t:le assistance of a p;H-,-Y,n_fessional aide or staff helper.
F-entually it is hoped rhat CDA will hold a notionally respected
c. .'t,ntial certifying prof( nal competency.

RES OF THE CDA PROGRAM

Tho feature of the CDA concept is that, unlike the traditional
opprach to professional training, the credential of the Child Development
Associate will be based upon demonstrated competency to assume primary
responsibility for a group of young children rather than solely upon
courses taken, academic credits earned, or degrees awarded. Credits and
degrees will have their place .in training programs. However, the
awarding of uhe CDA credential will be based upon careful evaluation of
each candidate's demonstrated ability to work effectively with young
ch'Adren.

The CPA program is currently made up of several components or parts.
First s,. 1 list of competencies which describe what a Child Development
Associate. should be able to do. The competencies are the foundation for
the.devciopment of both training and assessment techniques. Second are
pilot yaining projects which are developing innovative training methods
to help trainees in the acquisition of the competencies. Third is an
assessment system which will assure that CDAs are indeed competent child
care staff. .Fourth are credentialling systems developed by the Child
Development Associate Consortium, a representative consortium of national
organizations concerned with child development. The Consortium will work
to obtain recognition for CDAs as a professional group who.hold a
credential that is nationally respected.

Ci)A CW,iPETENCIES

Competencies for the Child Development Associates fall into the follm.'
six broad areas that are belieVed to be necessary for staff working i:
comprehensive developmental program for preschoolers:

l Setting up a safe and healthy learning environment;

2. Advancing physical and intellectual competence;

3 0
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3. Builditlg positive self-concept and individual strength;

4. OrgAnizing and sustaining the positive functioning of
children and adults in a group in a learning environment

5. Bringing about optimal coordination of home and center
child rearing practices and expectations; and

6. Carrying out supplementary responsibilities related to
the children's programs.

Within each of these categories there are numerous specific skills or
competencies which each CDA must acquire. The competencies are stated
broadly so that they can be used as a framework for training and staff
development that reflects the particular needs and preferences of loca-
programs. (The competencies are based on the assumption that broad
guidelines can be formulated without violating the divergent educational
views or cultural and ethnic backgrounds of various child care providers.
The competencies are presented in full beginning on page 35.)

PILOT TRAINING PROJECTS

In spring of 1973, the Office of Child Development funded twelve pilot
training projects to prepare trainees to acquire the CDA competencies. These
pilot training projects include both urban and rural communities, different
ethnic and racial groups, and bilingual-bicultural programs. The training
institutions comprise a broad mix of organizations such as universities,
community and junior colleges, Head Start programs, private training
organizations, and consortia of early childhood organizations, colleges, anC
government agencies. In most instances, several groups are cooperating to
develop approaches to training for Child Development Associates.

Each pilot training project is somewhat unique in its organizational
pattern and approach to training. However, all share the following
characteristics:

1.- Training is geared toward acquisition of the CDA competencies;

2. Academic and field work are a set of coordinated experiences;

3. A minimum of 50 percent of the trainee's rime is spent in
supervised field work;

4. Training is individualized according to the strengths and
weaknesses of each trainee with respect to the CDA competencies:

5. Flexible scheduling allows each trainee to complete the
training within a range of time that varies from several
months to two years, depending on the trainee's previous
experience, expertise, and aptitude in acquiring the CDA
competencies.
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Central to the concept of training for the CDA competencies is a
cnreful integration of theoretical preparation in child development and
enrly childhood education with practical, on-the-job experience. At least
hnlf of each trainee's time will be spent working with young children in
situations in which appropriate staff models and.regular feedback promote
acquisition of CDA competencies. These field work settings include Head
Start programs, nurSery schools, day care centers, university laboratory
schools, other child development programs, or a combination of-several
programs -- settings in Which the CDA candidate is currently employed or
may be employed when training is completed.

The method of integrating "academic" work and"field training" varies among
the pilot training projects. Some projects provide theoretical work every
day, while others set aside specific days of the week or schedule one-week
"minimesters." Some projects introduce the CDA competencies through
academic e..(perience and expect acquisition through field experience. Others
reverse or combine the process.

The purpose of the pilot projects is to develop training models for use in
any organization which proposes to offer CDA training. The pilots will also
be involved in field testing systems of assessment for Child Development
Associates. As information about training strategies and procedures becomes
available from the pilots, it will be disseminated by the Office of Child
Development.

THE CDA CONSORTIUM

From the outset of the CDA program, leaders in the field of child develop-
ment and early childhood education have contributed to the development of
the CDA competencies and the basic design of CDA training and Credentialling.
The Child Development Associate Consortium, a newly - created private, non-
profit corporation, is continuing to involve the profession and the public
in implementing the CDA concept.

The CDA Consortium waS formed in June 1972 and received a grant from the
Office of.Child Development to initiate its activities. It has the
responsibility for developing systems for assessing and creOentialling
Child Development Associates.

The Consortium is composed of more than thirty national organizations
concerned with high quality care for preschool chileren and the career
preparation of child development staff.

A 16-member Board of Directors has policy making
responsibility, and a full time staff carries out the complex task of
this organization.

The effectiveness of the CDA Consortium will depend on its ability to
--ktain acceptance of this non-traditional approach to the career preparation
cf early childhood staff. Prospects for success are enhanced by the growing
:reness of the limitations of teacher training and certification based
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solely on completion of n specified number of college hours or years. In

addition, there is an emerging interest in competency-based training
strategies in many fields.

LONG-TERM IMPLICATIONS OF THE CDA PROGRAM

The Office of Child Development initiated the CDA program with two principal
long-term goals in mind:

1. Upgrading the quality of Head Start, day care, and other child
development programs through improving staff skills. In time,
the CDA should ha're the effect of setting standards for staff
responsible for young children; and

2. Increasing the supply of trained child care staff to keep pace

with the expected contlnued expansion of programs for preschool
age children.

It is expected that the CDA program will legitimatize field training for
child care staff, and will provide whatever additional training is
necessary to bring many experienced workers up to a level of competency
that warrants the CDA credential. By emphasizing demonstrated competencies
rather than length of training or accumulation of course credits, the CDA
program will simultaneously promote good training and give recognition
to workers in the field who are already fully or partially qualitied but
may not have formal preparation.

In considering these goals several long-term strategic issues arise:
supply and demand for child development staff, funding sources for CDA
training, support from state governments, and support from colleges and
universities and other training organizations.

Supply and Demand

Same critics have charged that the CDA project is vulnerable to the same
forces that have produced an oversupply of elementary and secondary
teachers in recent years. Although there is at present a shortage of
trained child care staff, the Office of Child Development is carrying out
an in-depth analysis of supply and demand data.

The "teacher-surplus' in elementary and high school grades in recent
years has been accompanied by a severe shortage of personnel trained to
work with preschool children. In addition, over one-third of the staff
of day care centers changes every year. Basic demographic and social
trends, including-increased participation rates of women in the labor
force, have stimulated the dramatic growth in child care over the last
decade and are still at work. The number of children of ages one
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through six is expected to increase another three million by 1980, to
about 28 million. Approximately 45 percent of mothers with children now
prefer to work, and the figures.are higher among minoritz. and low-incame
families, Parents are placing higher priority on providing their very
young Children with the advantages of a good preschool program. These
trends indicate a continued demand for competent personnel for child
care programs.

Funding Sources

The CDA pilot training projects will provide important information about
CDA training. The work of the CDA Consortium will provide information
about systems of assessment and crr-r!eutialling. It is hoped that a large
number of training institutions w ...I lend their support to this development
ffort by inittating CDA training ch,?.ir own resources.

The Office of Child Development lacks the resources for funding CDA
training on a nationwide scale. The Office of Education and the
Department of Labor are the primary :>ources of training funds. Within
the Office of Education, home economics, vocational and adult education,
and community college programs are possible sources of funds for Child
Development Associate training programs. There has been recent
congressional interest in the need for legislation to fund child develop-
ment personnel training. Legislation that would expand existing programs
and provide specific funding authorization for CDA training is currently
under consideration. In the final analysis however, large scale
implementation of the CDA concept will depend upon training institutions
redirecting their own resources around competency-based career preparation
strategies for child care staff.

State Government Support

Over a period of time, states can be expected to play a key role in the
CDA program. The extent of preschool programs varies greatly from state
to state. Stimulated by program development at the federal level, many
states have experienced rapid growth in numbers of programs. Oner
states have not developed extensive programs for a variety of social,
economic and political reasons. Encouraging moves toward comprehensive
planning for preschool programs have emerged in several staies; notably,
California, West Virginia, Texas, North Carolina, Georgia and Tennessee.
State involvement in licensing and certification of preschool staff re-
mains limited but is a growing trend.

The Education Commission of the States, itself a member of Or.. CDA
Consortium, has expressed strong interest in compctency-basA training
for preschool staff.. The Texas Office of Early Childhood Development has f

several Texas-based CDA pilot trainimg projects in add4.rion to thosew.funded
nationally by the Office of Child Development.
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Support from Community Colleges, Colleges and Universities

The positive response of community and junior colleges, four year colleges,
universities, and other training institutions to the CDA concept is crucial
to its success. For these institutions the CDA program can facilitate
such goals as pioneering innovative forms of training; providing
community service; facilitating outreach to other community institutions,
and state., federal, and professional organizations; developing alternative
learning strategies for adults, including persons with limited prior
fonnal education; and developing flexible approaches to granting course
ccedits and degrees.

Providing CDA training can broaden the base of an institution's clientele
and help change its traditional role. By relating to Head Start agencies
and oLher community groups desiring CDA training for their classroom
staff, an institution becomes more intimately involved with the surround'ng
community. Training programs for Child Development Associates can give
impetus to, or become part of, outreach programs such as university
extension, university without walls, credit for life experiences, or
external degree programs. The need to restructure curriculum toward
students' attainment of the CDA competencies can provide a catalyst for
needed change.

As the importance of education and development in the early years of the
child's life gains greater recognition, new approaches should be developed
to mounting sound programs to meet those needs. Competency-based training
and credentialling of child care staff is such an approach. The CDA
program is an effort to provide the nation with an adequate number of
professional workers competent to guide the growth and development of
preschool children in a variety of settings. Hopefully, it will also
facilitate the improvement and expansion of child care services throughout
the country. The Office of Child Development and the CDA Consortium
welcome inquiries about_the CDA project. The task to be done is complicated
and difficult -- but can be accomplished by the cooperation of all those
concerned with the education and care of young children.

THE NATURE OF TI-IE CBA CCAPETiNCIES

.The CDA competencies are the substantive foUndation for both training
and credentialling of Child Development Associates. The competencies
are written in general terms so that e4ch training program can supply
the specific behaviors that are most appropriate for a particular
program, the needs of trainees and children, and the objectives of
parents and staff. They can be used as the foundation for training
in both urban and rural settings, in bilingual-bicultural situations,
and in programs that serve diverse social, racial, and ethnic groups.
The competenc-les take into account the need for the CDA to be able
to individualize the program for each child, to be sensitive to
racial, ethnic, and cultural uniqbeness, and to recognize special
needs in any other area .of the child's development that require
professional attention.
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All competencies relate to the role of the Child Development Associate

as it is presently conceived; a person whose primary responsibility
is directing the daily activities of groups of children in center-based

preschool programs. For Head Start programs, recent policy directives -
include handicapped children in regular programs and also offer local

programs the opticn of providing home-based services.. The competencies

as tl'ey are now worded are applicable generally to persons who work

with young.children, including situations where handicapped children
are integrated into regular groups or where home-based activities are

part of,the program. The competencies are also useful for programs
that deal exclusively with handicapped children or are entirely
home-based, but they will need additional refinement to be fully
applicable.

This relationship between specific competencies and expected role is
important. Home visitors in a home-based program concerned with infants
as well as older preschool children could be expected to master some,
but not all, of the CDA competencies and to acquire other competencies
more directly related to their daily tasks. Classroom aides might be
expected to acquire or demonstrate certain of the CDA competencies, but
not all of them, and not at the same level of mastery as a Child
Development Associate. Supervisors, or master teachers in center-based
programs would be expected to have a greater theoretical knowledge of
child devel,opment and early childhood education, and to possess
supervisory skills and teaching skills for working effectively with
adults. Program or center directors should add managerial and admini-
strative skills to understanding and possession of the CDA competencies.

The competencies overlap. Teaching must be seen as a whole which is
more complex than the sum of its parts. It is important to recognize
the essential interrelatedness of the competency statements. Helping
a child learn to climb can aid physical development, concept develop-
ment and also foster self-esteem. These are different competency
objectives, but a single action will advance both,

ORIGIN OF THE CDA COMPETENCIES

The CDA competencies listed in this chapter were developed by a task
force of specialists in early childhood education and child development
in cooperation with the Office of Child Development. The competencies
have been reviewed by a broad spectrum of groups and individuals under
the auspices of the CDA Consortium. They have,been adopted by the
CDA Consortium Board of Directors as a starting point for the development
cf assessment and credentialling systems for Child Development Associates.
The competencies are seen as evolutionary and will be subject to greater
specification and validation-as development of both training strategies
and assessment procedures continues. Acquisition of the competencies
is the goal of both the Office of Child Development funded pilot train-
ing programs and Head Start Supplementary Training programs for Head
Start classroom staff.

el
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BASIC COIQUENCY AREAS

A comprehensive, developmental program for preschool children
is one in which the total design helps children acquire the
basic competencies and skills for full development and social
participation, while at the same time assuring that the
Quality of the child's experience is emotionally satisfying,
personally meaningful, and provides a basis for future learning.

Within such a child development program the Child Development
Associate will be expected to have the knowledge and skills
in ti:e following six competency areas.

A. Setting up and Maintaining a Safe and Health Learning_Envixonment

1. Organize space into functional areas recognizable by the
children, e,g., block building, library, dramatic play,
etc.

2. Maintain a planned arrangement for furniture,,equipment
and materials; and for large and small motor Skills
learning, and for play materials that is unc4standable
to the children.

3. Organize the classroom so that it is possible for the
children to be appropriately responsible for care of
belongings and materials.

4. Arrange the setting to allow for active movement as well
as quiet engagement.

5. Take preventive measures against hazards to physical
safety.

6. Keep light, air and heat conditions at best possible
levels.

7. Establish a planned 'sequence of active and quiet periods,
of balanced indoor and outdoor activities.

8. Provide for flexibility of planned arrangements of space
and schedule to adjust to special circumstances and
needs of a particular group of children or make use of
special educational opportunities.

9. Recognize unusual behavior or symptoms which may indicate
a need for health care.
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R. Advancing Physical and Intellectual Competence

1. Use the kind of materials, activities and experiences
thar encourage exploring, experimenting, questioning,
chat help children fulfill curiosity, gain masterx,
and progress toward higher-levels of achievethent.

2. Recognize and provide for the young child's basic
impuls2s to explore the physical environment;
master the problems that require skillful body
coordination.

3. Increase knowledge of things in their world by stimu-
lating observation and providing for manipulative-
constructive activities.

4. Use a variety of techniques for advancing language
comprehension and usage in an atmosph_re that
encourages free verbal communication among children
and between children and adults.

5. Work gradually toward recognition of the symbols
for designating words and numbers.

6. Promote cognitive power by stimulating children to
organize their experience (as it occurs incidentally
or pre-planned for them) in terms of relationships
and conceptual dimensions; classes of objects;
similarities and differences; comparative size,
amount, degree; orientation in_ time and space; growth
and decay; origins; family kinship, causality.

7. Provide varied opportunities for children's active
participation, independent choices, experimentation
and probleu&solving within the context of a structured,
organized setting and program.

8 Balance pnstructured materials such as paint, clay,
blocks with structured materials that require specific
procedures and skills; balance the use of echniques
that invite exploration and independent discovery
with techniques that demonstrate and instruct.

9. Stimulate focused activities; observing, attending,
initiating, carrying through, raising questions,
searching answers and solutions for the real problems
that are encountered and reviewing the outcomes of
experience.



to. !;upport_expressive activities by providing a variety
oi creative art media, and allowing children freedom'
to symbolize in their own terms without imposition
oi standards of realistic representation.

11. Utilize, support and develop the play impulse, in
its various symbolic and dramatic forms, as an
essential component of the program; giving time,
space, necessary materials and guidance in accord
with its importance for deepening and clarifying
thought and feeling in early childhood.

12. Extend children's knowledge, through direct and
vicarious experience, of how things work, of what-
animals and plants need to'live, of basic work
processes necessary for'everyday living.

13. Acquaint children with the people who keep things
functioning in their immediate environment.

C. Buildingjositive Self-concept and IndividUal Strength

1. Provide an environment ef .::.cptance in which the
child can grow toward a sense of positive identity
as a boy/girl as a member of his family and ethnic

. group, as a competent individual with a place in
the child community.

2. Give direct, realistic affirmation to the child's
advancing skills, growing initiative and responsi-
bility, increasing capacity for adaptat ;' and emerging
interest in cooperation, in terms of tht
actual behavior.

3. Demonstrate acceptance to the child by including
his home language functionally in the group setting
and helping him to use it as a bridge to another
language for the sake of extended- communication.

11.

4. Deal with individual differences in children's style
and pace of learningand in the social-emotional
aspects of their life situations by adjusting the
teacher-child relationship to individual needs, by
using a variety of teaching methods and by maintaining
flexible, progressive epectationc.
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Recognize when behavior reflects emotional conflicts
around trust, possession, separation, rivalry, etc.,
and adapt the program of experiences, teacher-child
and child-child relationships so aS both to give
support and to enlarge the capacity to face these'
problems realistically.

h. Be able to assess special needs of individual
children and call in specialist help where necessary.

7. Keep a balance for the individual child between tasks
and experiences from which,he can enjoy feelings of
mastery and success and those other tasks and
experiences which are a suitable and stimulating
challenge to him, yet not likely to lead to dis-
couraging failure.

8-, Assess levels of accomplishment for the indivrdual
N\child against the background of norms of attainment

for a developmental stage, taking.into careful con-
sideration his individuil strengths and weaknesses
and considering opportunities he has or has not had
for learning and development.

D. Organizing and Sustaining the Positive Functioning of Children
and Adults in a Group in a Learning Environment.

1. Plan the program of activities for the,children
to include opportunities for playing and working
together and sharing experiences and responsibilities
with adults in a spirit of enjoyment as well as for
the sake of social development.

2. Create an atmosphere through example and attitude
where it is natural and acceptable to express feelings,
both positive and negative -- love, sympathy, enthusiasm,
pain, frustration, loneliness or anger.

3. Establish a reasonable system of limits, rules and
regulations tp be understood, honored and protected
by both children and adults, appropriate to the stage
of development.

4. Foster acceptance and appreciation of cultural variety
by children and adults as an enrichment of personal
experience; develop projects that utilize cultural
variation in the family populatio- as resource for .
the educational program.
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1 Brins.ang About_ Optimal Coordination of 116me and Center
Child-rearing Practices nnd Expectations

I. incorporate important elements of the cultural back-
grounds of.the families being served, food, language,
music, holidays, etc., into the children's program
in order to offer them continuity between home and
center settings at this earlystage of development.

2. Estblish relationships with parents that facilitate
the free flow of information about their children's
lives inside and outside the center.

3. Communicate and interact with parents toward the goal .

of understanding and considering the priorities of
their values for their children.

4. 'Perceive each child as a member of his particular
family and work with his family to resolvc disagree-
ments between the family's life Ftyle wit hildren
and the center's handling of child behavior and
images of good education.

5. Recognize and utilize the strengths and talents of
parents as they ..,2y contribute to the development
of their own ch ldren and give parents every possible
opportunity to vr! ipate and enrich the group
program.

F. Carrying Out Supplementary Responsibilities Related to the
Children's Programs

L. Make observations on the growth and development of
individual children and changes in group behavior,
formally or informally, verbally or in writing, and
share this information with other staff involved in
the program.

2. Ent.ge with other staff in ecoperative Planning
activities such as schedule or 7rogram changes,
indicated as necessary to meet particular needs
,of a given group of childr,,u or iucorporation of
nev knowledge oz techniou..ls as these becomo avail-
able in the general field of early childhood educaticn.

3. Be aware of management functions such as oi.dering
of supplies and equipment, scheduling of staff time
(helperS, volunteers, parent participants),
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monitoring food and transportation services, safe-
guarding health and safety and transmit needs for
efficient functioning to the responsible staff
member of consultant.

PERSONAL CAPACITIES ESSENTIAL FOR CHILD DEVELOPMENT ASSOCIATES

In addition to the knowledge and experience that are
essential components of educational competencies, it
is essential that the people who teach young children
have specific capacities for relating to them
effectively. From field observation of practitioners
and,a review of the literature, it is possible to name
those qualities and capcities which are likely to be
most congruent with the competencies as defined. These

-lare essential complements to the more technical aspects

of competence. The capacities listed below represent
patterns of relatedness Ii1OF relevant to teaching
children in the early years ^f childhood. Training
?rograms for CDAs should try to develop them in all
CDA candidates.

-To be sensitive to children's feelings and tlie
qualities of young thinking

-To be ready to listen to children in order to under-
stand their meanings

-To utilize non-verbal forms and to adapt adult verbal
language and style in order to maximize communication
with the children

-To be able to protect orderliness without sacrificing
spontaneity and child-like exuberance

-To be differently perceptive of individual.ity and
make positive use of individual differences within
the child group

-To be able to exercise control without beirg threatening

-To be emotionally responsive, taking pleasure in
children's successes, and being supportive for their
troubles and failures

-To bring humor and imaginativeness into the group
situation

-To fecl committed to irn:ximizing the child's and his
family's strengths and potentials
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Trainees

CDA training is expected to be appropriate for people of diffurent
ages and from a wide variety of backgrounds - experienced workers in
early childhood programs, young men and women wanting to enter the
child care profession, older women who want to return to work after
raising a family.

The CDA pilot projects are choosin
a mixture of candidates - employed and unemployed, experienced and
inexperienced, from Head Start and from other public and proprietary
preschool and day care programs. In selecting trainees from other than
Head Start f)rograms, OCD recommends the following three minimum
standards. Other selection criteria are left to the discretion of
the program managers.

1. Trainees should be selected who reflect the ethnic and
racial population they are expected to serve.

2. Trainees should be age 17 or high school graduates.

3. Trainees must meet local health requirements for working
with young children.
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institutional Arranements

CDA training can be sponsored by a variety of institutions or groups

of institutions. The following is a partial list of possible training

institutions7

1. Regional Training Offices or State Training Offices

2. Human resources commissions

3. Established day care and Nead Start centers oi other preschool programs.

4. State or local agencies which license and set standards for
services to children

5. Neighborhood and community organizations

6. Nigh schools

7. Private organizations (profit or nonprofit)

8. Mental health institutions and/or clinics

9. Vocational technical schools

10. Groups organized for the advancement of ethnic groups

11. High school adult education programs

12. Extension services of colleges

13. Community and Junior colleges

14. Colleges and universities

15. Early childhood education task forces or consortia
organized on a statewide or regional basis.

Training institutions are encouraged to work out cooperative arrangements
with other organizations; for example, a community college working
cooperatively with a day care association, or a regional training
consortium working through the extension division of a local college.
Some training institutions may see their roles primarily as developing
and testing training materials and providing technical assistance; in
this case, another group would carry out the actual training. The CDA
pilot training projects involve this kind of cooperation among diverse
institutions.
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Training programs are encouraged to establish a CIA advisory board which
represents community groups being served by local early childhood programs.
The project director of the training program should take the lend in
instituting the local advisory board. Advisory boards should include
parents of preschool children and CDA trainees. IL existing advisory
boards are utilized, they could play a valuable role in helping to develop
and review the CDA training plan. The suggested role of the advisory
board would be to review the overall training program and suggest
improvements. For Head Start Supplementary Training prograMs, this
function may be served by the Head Start Career Development Committee.

OBJECTIVE46 CDA TRAINING

The obvious, if difficult, aim of CDA training is to help trainees
incorporate the CDA competencies into their everday behavior and
thus become recognized Child Development Associates. This implies
a process of professional self-development in which both trainee and
trainer are working together to help the trainee master the competencies.
In addition to acquiring the competencies, there are four overarching
goals which relate to status and advancement in the early childh.00d
education profession. Some training activities will not relate directly
to the competencies but instead to these objectives:

1. Acquisition of the CDA Role.

Helping trainees to develop positive concepts of their own
work roles, interrelationships with parenti, program directors,
medical and social workers, other staff members, and community
groups; and to examine the expectations held for them by others.

2. Development of Teaching Style.

Helping trainees to understand and refine their own inter-
personal styles in relating to children, parents, colleagues
and others.

3. Acquisition of Teaching Techniques.

Helping trainees acquire specific techniques and skills in
working with childrenin classrooms and other group settings.
(This goal is directly related to tIcquisition of the CDA
competencies.)

!4. Socialization into the Profession.

Helping trainees acquire a brcw ickground in the field of
early childhood education and ;ocial iss.ues associated
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with programS for young children. Helping trainee-
;Icquire a professional self-image, commitment to the.lield,
and a sense of involvement in professional groups and
activities.

ESSENTIAL CHARACTERISTICS OF CDA TRAINING

4,Although each CDA training program is expected to be samewhat unique
in its organizational pattern and approach to training, all are expected
to share the following characteristics. (These are essentially the .

same criteria with which Head Start Supplementary Training inatitutions

must comply under 'Ale new HSST policy issuance.)

Training is based upon acquisition of the CDA competencies.
Each component of the training program relates to the
development of specific competencies. The entire training
program ultimately leads to the attainment of all of the
CDA competencies.

2. A minimum of 50 percent of the trainee's total training
time is spent in supervised field work.

3. Training is organized so that academic and fieldrork are

an integrated set of experiences.
i

Training is individualized according to each t
strengths and weaknesses with respect to the C
(e.g., Upon entry, a trainee's work with chilc
and a plan for training'developed that has at
components that are individualized according
trainees' previous experience and expertise.
evaluations aru made as training progresses, a
is provided until both trainee and trainer dec
trainee has acquired the CDA competencies and
apply for assessment for the CDA credential.)

ainee's
A competencies:
en is evaluated

least some
o individual
nterim
d counseling
de that the
s ready to

5 Training is flexibly scheduled so that length f training
program depends on each trainee's acquisition Of the CDA
competencies.

6. Mierever possible, valid credit accompanies CDA training.

-
The Following diagram illustrates the basic pattern of CDA training.

The t-hart which follows it illustrrtes the major differences between
CIO training and traditional forms )1 training.
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1, Fntry

DIFFERENCES REIM CDA MAINING AND TRADITIONAL TRAINING

TRADITIONAL TRAINING

Standards set by college - e.g., entrance

examinations, high school diploma.

2, Structure of Preplanned for all students, Some

Academic indivdualization as instructors see fit.

Course qork

3, Relationship

of Theory.to

Practice

4, Time

5, Field

Experience

6, Exit

Academic work includes child development,

teaching methods and general academic

breadth requirements; e,g., history,

science, sociology, General academic

work usually precedes education courses.

Field experiences are usually limited

in duration,

2 - 4 years

Usually includes practice teaching of

short duration which follows academic

training.

Standards are established by the

university, college or community college

by completing the academic program with

acceptable or satisfactory grade

requirements,

1, Certification Degrees, certificates, or credentials

awarded to the trainee by the academic

institution,

B. Institutions Colleges, community and junior colleges,

Involved and universities,

CDA TRAININC

Open eligibility - 17 years old ot high school

diploma, and meets local health
requirements.

Training program individually designed to meet

each trainee's needs, Training can be individualized

because each .trainee is given an initial entry

assessment to determine hislher strengths or

weaknesses with respect to the competencies.

Academic theory is thoroughly integrated with field

experiences, Roth academic and iield experiences

are based upon a specific set of competencies

designed for CDAs, These competencies are skills

and behaviors required for persons working wi'th

young children,

Varies accordinglo trainee's progress. Two

years is an expected maximum in obtaining the

CDA competencies.

Academic and supervised field work occur

simultaneously. Field work comprises at least

SO% of training.

Standards are met by successful acquisition of

the CDA competencies, Assessment of the

acquisition of the competencies is executed by

the syetem developed and administered by the

CDA Consortium,

A Child Development Associate credential awarded

to the trainee by the CDA Consortium,

Colleges, community and junior colleges, and

universities - in cooperation with, and in

addition to, a wide variety of other organizations

interested in training for child care staff.
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Settings for Field Placement

Supervised field experiences are cruc.ial for helping trainees
acquire the CDA competencies. Office of Child Development guidellees
state that 50 percent of the trainees' total training time .should
be spent in supervised field work in early childhood.settings where
a trainee can be a responsible member of a child development staff.
Settings may include Head Start Child Development Centers, day care
centers, laboratory schools connected with colleges or universities
or with high schools or vocational/technical schools, kindergartens
pre-kindergartens,extended day care programs, nursery schools, or
some combination of several of these programs.

When trainees are placed in field settings not under the direct control
of the CDA program staff, the following are criteria recommend-d for
selecting settings for field placement.

1. The setting should be a good example of a developmental
program for young children.

2. The setting should be staffed by adults who are good models
for thE trainee to observe and follow.

3. The setting should have at least one staff member who has
outstanding capabilities for working with young children and
other staff members, and who is willing to help the CDA
ttainee acquire the ODA competencies. This person should
possess the CDA competencies, be knowledgeable about the
objectives of CDA training, possess skill in working with
trainees, and be willing to assume extra responsibility in
working with the trainee and with the CDA project staff.
Whenever possible, Compensation should be provided - in status,
time, or money or a combination of these and other factors.
This supporting staff member, members of the CDA project staff,
and the trainee shoUld work together to plan on-the-job respon-
sibilities and experiences which will help the CDA trainee
acquire the competencies.

4. The setting should provide the trainee with the opportunity
to'have genuine responsibility as a functioning member of
the staff team. He or she should interact with children and
parents, participate and assist in the design, implementation
and evaluation of the childrens' program, and have other
responsibilities appropriate tb the particular field placement.
The trainee should not be considered.as an "extra pair of
hands" assigned only to clean-up and non-teaching tasks.
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Najor field placements should he in group programs for children three
to six years of age. Trainees should work in programs errrolling
various age groups within this age range in order to acquire..knowledge
about developmental characUristics and appropriate related teacher
hehavio:, Fot example, if a trainee's experience has included work
in a child care center where he ot she was an aide in a two year old
group, he or she should have some .additional experience with three,
four, and five year olds. It is also important that primary field
experiences take place n settings similar to those in which a CDA is
likely to work after training is completed. ff CDA trainees are'mosi.
likely to be employed in urban pres lool programs that serve primarily
lowrincome children, field placement Should'include some work with
groups of children who reflect simil r socio-economic, racial,.and -"`"\

ethnic characteristics. It rould be nappropriate to place trainees
only in p77.ivate nursery school setting serving primafily middle and
upper-class families.

It is conceivable that in some instances, the only available:placements
for field experience may not be ideal examples ofdevelopmental programs
for young children. There may be staff on site who do not all provide,
excellent models for the CDA''trainee to follow. When a choice is
available, trainees should be placed in sites that are best suited for
learning competencies. When a trainee is working full fime, his or her
work setting may necessarily be his primary field placement. In such
circumstances, the CDA program staff must find many ways to demonstrate
good models of competencies to the trainee using a variety of methods.
Use of films, video tapes, written materials, demonstrations by trainers
and visits or short placements in demonstration child development centers
may be alternatives which will broaden the trainee's knowledge of competent
teaching. When possible, the CDA program staff should take the additional
responsibility of helping staff in the less-than-optimum settings improve
the quality of their program.

Field Supervision by the CDA Program Staff

The process of supervision should focus on thg. trainee's role in the
classroom and promote an in-depth understanding of the complexities
of that role. Continuing on-the-job supervision should be the primary
strategy for enhancing the trainee's level of competency. A team
approach in which the trainee, the CDA program training supervisor, and
the'staff of the child care agency all particitpate is likely to be most
successful. Such an approach can provide opportunities for immediate
feedback, demonstration teaching, nbn-selfconscious observation, and
individualization of training.

The supervisor's role should be one of an instructor, advisor, and
facilitator rather than a visiting "authority figure" who observes,
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comments, and then leaves withcut a continuing commitment to improving
the situation. The supervisor should have ample time at the field

. placement to become familiar with all aspects of the program and to develop
a trusting relationship with the trainee and staff. A good ratio of
supervisor to trainees is 1 to 10, or 1 to 12.

The CDA program training supervisor should sensitively and carefully
observe and eyaluate the trainee's work with children and regularly
provide him or her with useful feedback and supportive help in
improving competency. In addition the supervisor/advisor should:

1. Coordinate all aspects of _training eleperiences.

2. Provide on-site trainingsupport to the trainee to help
integrate the trainee's work experience and academic
experiences.

3. Plan formal and informal experiences which contribute
to the trainee's total learning.

4. Provide coLnseling, both professional and personal,
according to individual trainees' needs.

Suggested Methods for Field Experiences

The following methods'are useful to highlight good models of teaching
and help trainees acquire the CDA competencies.

1. Demonstrations by the .CDA staff or others, followed by group
discussion. '

2. On-the-job discussions with Other staff and CDA supervisor.

3. Use of audio-visual materials with prepared discussion
guides that highlight examples of CDA competencies.

4. Self-analysis, guided by evaluation sheets or criteria 'supplied
_ --by CDA training staff.

5. Use of video tape recorders or audio-tape recorders to tape
teaching for self-analysis or peer evaluation.

6. Paired peer observations and evaluation where two trainees work
together to learn competencies.

7. Personal journals and dairies.

8. Child study:,.. obterving specific behaviors or doing case studies.
, In all cases confidentiality of the children's records should

.

be preserved.)

5 3
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0. Individual conferences with training supervisor, followed by
feedbaCk and goal setting related to development of the CDA
competencies.

10. Discussion groups or seminars4in which "What happened this
morning" is related to the CVA competencies, to theoretical
knowledge of child growth and development, and to principles
of curriculum and instruction.

11. On-Site workshops focused.on curriculum, teaching methods,
parent involvement and other subjects related to CDA competency
areas.

12. Field visits to experimental programs, community agencies, and
child care programs with different philosophies or physical set
ups.

13. Exchange placements with other CDA trainees.

14. Independent.projectS.

ACADEMIC EXPERIENCES

Academic experiences should not be seen as separate areas of knowledge
to be required and mastered but as essential theoretical underpinnings
for helping trainees understand and internalize the CDA competencies.
Academic experiences should be directly related to CDA competency
areas, or particular competencies, and/or the general goals of CDA
training. They should be based Upon and integrated with field experiences,
and be individualized with respect to each trainee's needs and level of
competency. Academic experiences do not necessarily Ilav& to take place
in formal courses but might involve seminars, independent study, lectures,
workshops, correspondence courSes, "minicourses," or conferences.

It is generally more helpful to have these sessions in or .near the centers
where trainees work. For example, if a trainee needs help with curriculum
for young children, instruction would be more effective if it were done
in the preschool center using available or made-on-the-spOt materials.
Similarly, a lesson on children's art could use paintings made by the
children that day. Community resources might_ be explored at a nearby
playground or the local public library.

Suggested Content of Academic Experiences

To design academic experiences,.training staff should start with the
CDA competencies and use specific competencies as the basis for generating the
acodemic component of training. Following is an outline of academic
cc,ntent derived from the competencies:
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l. Child grow! . dev.!lopment, and\health.

This area relates 1-o CDA Compettency Areas N, C, and D, and to.
the overall goals of helping trainees develop teaching stvl, and

acquire teaching tech:dques.

a. 'Knowledge of cognitive, soc14-1,d)emotional stages c.
development in preschool children.,'

b. Knowledge of physical growth and cange3 in preschool
children.

Methods of developing-the tiLainee's capacity to recog.iii-,:e
a capabilities and potentials.

d. Methods and techniques which help the trainee learn to
take advantage of situations which will enLince the
intellectual, emctional, physical and social growt'a of
the child. (e.g., programming, curriculum. teaching
methods, tea,Mng style.)

e. Methods whidh highlight and demonstrate the interrelated:. .s of
all aspects of growth and development.

2. History, philosophies, principles and practices in early childhood
education.

This relates to the goals of helping trainees acquire positive
concepts of the CDA role and of becoming socialized into the
profession.

a. Understanding of th( roles of vario._H taff members in preschool
programs, and of different staffinl:.

b. Practical knowledge of past and current theories and prr.ctices
in early childhood educatiol: philosophies, typer of programs
and curriculum models.

3. Ethnic Studies.

This relates to CDA Competency Area F.

a. Knowledge of culturaland ethric factors influencing life
styles of children-and their parents.

b. Relationship of ethnic and cultural backgrounds of children
to appropriate curriculum, materials and teacher behavior in
preschool prbgrams.

5 5
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Evalution. Methods.

Tkis relates to CDA Competency Area F. This does not mean that

CDAs c,re expected to be highly competent in adminiering tests
or understanding statistics or research methodology. It refers

to practical on-the-job methods of evaluation which will help

CDAs design an(1 implement the daily program and meet the needs of

individual c' n.

a. Technique

b. Techr

,11Aating child behavior and development.

.valuating daily program effectiveness.

AcAemic ::xperiences.

Asid from ak_i_ecdic courses, or in addition to coursework, the followLng
methods may prove useful in designing theoretical experiences for
trainees.

1. Courses or lectures arranged from faculty or resource persons
on the basis of student interest or demand.

2. Independent study or reading arranged with faculty members.

3. Workshop, seminars, and small group discussions.

4. Use of television for appropriate courses offered or educational
or commerical stations, or for locally developed,programs shown
on closed-circuit systems.

5. Correspondence courses.

6. Programmed instruction, prepared modules, or lealming activity
packages.

7. Supplementary rcading assignments, followed by discussion.

8. Films, videotapes, nd

9. Mobile training units brought to the field placement site ip
a rural area.

WAYS'TO ORGANIZE AND INTEGRATE ACADEMIC AN') FIELn EXPERIENCES

All academic and field experiences should be systematically planned
and cdordinated around the acquisition of the competencies described,
for the CDA. Field cxperiences sheuld comprise approximately fifty
percent of training with academic experiences organized around the
field experience. Obviously, there is no one model for training
which takes into account the differences in sponsoring agencies,
geographic constraints, available facilities, and training staff and
resources. The following chart illustrates was that various
sponsoring agencies havo proposed to organize tile experience for
trainees.

5 2
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Type of

Prog.:an

.:XAY.ITES OF PROPOSED TRADING PROCRAMS

Field Experiences

Academic

Experiences Sponscring Agencies

Coordinoted

offortdmom;

community

oryni71tions

Uour months internship plus any

additional field work needed to

satisfy competency level.

507, of trainees' time spent

in field assignments; 257, of

time spent in Aills work-

shops in preschool settings,

1,lrNlit awarded on basis of

competeuies rather than on

specic workshops, or time

Trainers employed by sponsoring

agencies.

25'i of aainees time

spent in academic

support courses based

on trainees' needs,

Read Start Program, working ia

conjunction with Public School;

(Follow Through and Title f,'ESEA\

Model Cities Child Care Unit,

Mental Realth ssociation ChildCare

Unit and aCommunity College Yith

existing teacher aide and child care

programs. The CDA program Yill he

on extension'and modification li

existing progrdrls

Program

serving a

widely

diverse

six-county

area with

trainees

in both

urban and

rural

settings,

57

Initial two-day orientation,

F,verv-two-weeks cycle of on-

site obser-ation, followed

by the setting and recording

of specific tasks related to

particular competencies.

Special field visits outside

own work setting.

Two-week exchange placement

for experience in a different

setting, or with different

age children.

Trainees employed in the

agenci,,; who sponsor the

training program,

Once-a-week academi

sessins on-site in

one prog...4m of a

geographic 'cluster"

served lv single

advisor!trainer,

Content of sessions

derived from

specific competency

needs discovered

from that week's

observation of

trainees.

Special 6 week summer

session course for

trainees whose jobs

permit attendance.

Carries 20 credits

toward AA or BA.

Child Hevelopment Program

of Community Organization



Type of

Program Field Experiences

Training

Program for

Agency

Employees

Trainees are employed in Head Star

and Model Cities programs. Most

training takes place on-the-job

through individualized counseling,

small group discussions, and

demonstration and guidance from

trainers.

Trainees work on Jne competency

at a time. Some released time is

provided.

IIM.IN.4,1110.11...../...

Academic

Experiems Sponsoring Agencies

Academic, experiencA are indi-

vidualized using packaged

training models and rudings,

films, and independent projects,.

Credit awarded from the commune

ity college, with arrangements

to transfer to the state

university.

State University and Comunitv

College, in conjunction with:

dead Start Program

Head Start Supplementan,

Training

Model Cities Child Care Unit

Career Opportunities Program

Program to

0:.ain a small

numler of CDA

master teachers

who will le-

turn tu their

jobs and estalo7

lish demon-

stration

classes for

training other

COAs,

Trainees are employed but have

considerable released time. Each

t,linee develops own training plan

using resources provided in field

settings, college, and community.

Observation and conferences

determine progress toward com-

petencies.

Master teacher and supervisory

skills are added to CDA compet-

encies so that trainees will be-

come trainers for the next group

of CDA trainees.

Trainees moy choose to take

academic courses, or to

satisfy knowldge requirements

by independent study of books,

films, N't: courses are

required.

Trainee receives 30 credits

upon attainment of competencies

State College in conjunction

with a 'State Head Start

Training Office.

Urban Program Trainees are employed. Staff

exchanges to broaden trainees'

experiences (urban/rural,

black!whitelSpanish-Speaking

population, etc.). One-month

placement in model demonstration

center.

45 hour on-site institutes

based on competencies. Also on-

site experiences designed to

relate academic material to

practical experiences.

Trainees receive 3 units/train-

ing session from an affiliated

college,

Private Non-profit Training

1 Organization



SUGGESTIONS FOR INDIVIDUALIZING PROGRAMS OF STUDY

Procedures for individualizing programs,of study are closely related to
evaluating each trainee's strengths and weaknesses with respect to the
CDA competencies and modifying he training program to lead to attainment
of all of the competencies. Following are some suggestions for accom-
plishing this:

1. Arrange the competencies in a series of learning activities
or experiences. Package them so that trainees can move
through the sequence at their own pace, and according to their
needs and interests.

After the initial appraisal, place trainees in small grout
according.to their strengths and weaknesses. Provide
appropriate instruction in the form of mini-coUrses or
directed field experience. Change the composition of groups'
as some trainees acquire the particular competencies and are
ready to prcceed with others.

3 After the initial appraisal, ask trainees to work at their
own pace toward one competency at a time, or perhaps several
competencies within a single competency area.

4. Have each trainee work with his or her training supervisor
to develop an individual plan that specifies the competencies
the trainee needs ,to develop and the projected experiences in
which he or she is to participate in order to attain them.

5. Ask each trainee to develop his own plan of study for achieving
the'CDA competencies. (Provide advisers and potential field
placements and experiences.) Allow trainees to acquire academic
knowledge through formal course work or through independent
study, consultation with resource persons, and/or through studying
films, tapes, and written materials.

6; After the initial appraisal, interpret the results to each
trainee indivirlually. If appropriate, teach the trainees to
use the evaluation instrument themselves (e.g., videotaped
or audiotaped segments of teaching; self-evaluation forms.)
Outline with each trainee a series of training objectives
that differ according to the levels of competency that he or
she has reached. Organize training into modules which can
be presented as needed. Have each module contain several
suggestions as to how training objectives might be reached.

6 1
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ONCOTNC ASSESSMENT OF COMPETENCY

Assessment should be an ongoing.part of the training process. It is

especially imnortant that assessment be seen as part of trainee's
professional self-development. A learring climate should be established
in which assessment and training build on individual trainee's
strengths.

initial Appraisal

At the beginning of training, an initial apnraisalof each trainee's
demonstrated competencies should be made. Prior training, teaching
experience, and other relevant information should be considered.
From this initial assessment of a trai_nee's strengths and weaknesses, an
individualized course of.study should be designed to lead to the
acquisition of CDA competencies. This can be &one in the following ways
at-H in ot)er ways,the reader may think of:

I. Individual conferences with each trainee to discuss individual
goals, attitudes toward children and teaching, and expectations
of CDA training in light of past work experience.

2. Self-assessment by each trainee of strengths and weaknesses
in relation to the CDA competencies and to the personal
capacities needed by Child Deveropment Associates.

3. Obseivati6n of the trainee at work in a preschbol setting.
(This shc,uld be done by an experienced obServer several
times at different hours of the day. Each ohservation shnuld
be at least one hour in duration.)

4. Assessment of previous academic and preschool won: experiences
through cumulative records and recommendations, if 'ley are

available.

Teedback conferences with the trainee to discuss strengths
and weaknesses and to develop an individualized plan for training.

Assessment

The assessment process should be repeated at intervals,until the trainee
has acquired all of che ODA competencies, and both thetraining
supervisor and the trainee agree that the trainee is ready to be assessed
for receipt of the ODA credential. In addition to the procedures
suggested for initial appraisal,ongoing assessment can include the
following procedures:

1. Focused Cmferences. Using the CDA competency statements as a
guide, the supervisor and the trainee can discuss areas of
classroom activities in which the trainee feels he has attained
competency. A conference focusing on attained strengths

6 2
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can reinforce trainees, allowing them to assess their progress
and encouraging them (after trust has developed) to look at
themselves in terms of weaknesses as well as strengths. Tt

can also help them Identify and plan with the supervisor an
indivIdual training design.

2. Seminars. Trainees with varied experience, background, and
competencies can consider classroom problems in relation to
the CDA competencies. The objective of such discussion is to
promote unselfconscious analysis and problem solving. Those
who feel inadequate in one area may be able to contribute to
a solution in another area.

3. Video tapes and/or tape recordings These can be used not
only'as a tool to assess growth but also as a teachilv strategy
in which partiCipants analyze, discuss, and question ideas
about children, child development, and teaching competency. At
first trainees should probably analyze the teaching situation
rather than focus on specific adult-child interactions. Gradually,
as-these discussions become less threatening, the group can'learn
to evaluate each other objectively in a supportive and reinforcing
way.

4. Competency profiles of eaCh trainee. These profiles can include
records of observations or relevant discussions, statements of
individual goals, self-assessments,.individual training plans,
etc. The competency profile should be kept with the full
knowledge of the trainee and would be used to help implement
the individualized training program.

5. Feedback Conferences. In a feedback conference the trainee and
supervisor jointly evaluate the trainee's progress, sharing
assessment ratings, and other pertinent observations. The trainee's
competency profile is a useful record for feedback.conferences.

Final Assessment for the CDA Credential.

Systems for assessment and credentialling will be developed by the CDA
Consortium. They may include several of the assessment techniques
mentioned above. For information concerning prototype assessment instru-
ments and credentialling procedures, contact the CDA Consortium. It has
not yet been determined how many trainees can be credentialled. In part,
this may be influenced by the demand from trainees and frOm training
institutions.

FLEXIBLE SCHEDULING OF TRAINING TIME

CDA training is expected to be flexibly scheduled so that the length of
training time :..flects individual trainee's ability to master and demonstrate
the competencies. Variables that can influence training time are:

57.
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1. Trainees' existing competencies acquired through previous
experience by working with children.

2. Trainees' knowledge of early childhood education and child
development.

3. Trainees attitude toward and understanding of ydung children;
and trainees' aptitude to acquire skills and competency.

4. The amount of time spent in training, and the nature of the
training program.

Ideally, a program should be designed so that trainees may enter at
any tiMe, and leave when they have demonstrated fhe CDA competencies.
where this ip not practi.cal, one way to approximatL_ it is to create
training cycles of 2-6 months followed by procedures for exit or
recycling. On no account should the length of training time be the same
for all trainees, or be dependent upon completion of a specified number
of credits or hours of supervised exp'erience. Training time should refli
acquisition of competencies.

The length of training time will vary with an estimated maximum time of
approximately two years. When trainers and trainees are in agreement
that CDA competencies are acquired - and the prequisite assessment and
credentialling procedures have been developed, by the CDA Consortium - thi

trainee may apply to be assessed for the CDA credential and formal statu
as Child Development Associa.te.

Following is an example of one, possible training cycle:

Phase 1.

o Organize training program.

o Select trainees.

o Hold individual conferences with traiuees.

o Observe trainees and hold initial appraisal conference.

o Work out individualized training design based on the trainees'
strength3and weaknesses. ,

Phase 2.

o Begin CDA training.

o Integrate supervised field work with concurrent academic
experiences.

Phase 3.

9 Conduct ongoing assessment.

6 4
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Phase 4.

@ Continue supervised field work and academic work based on
individual trainees' competency levels.

Phase 5.

m As individual trainees acquire all of the CDA competencies,
cycle them out of the training program.

m For trainees who have not acquired all of the competencies, cycle
back to phase 2. Vary the academic and field experiences to
help trainees develop the specific competencies that ,they lack.

PERSONAL AND PROFESSIONAL COUNSELING

One of the objectives Of CDA training is to socialize the trainee into
the child care profession. To do this, personal and professional
counseling should be helpful. Here are several suggestions:

1. Contact child care institutions and inquire about their
needs for access to training opportunities for their scaff,
their reaction to competency-based training, avenues for
upward mobility for staff, etc.

2. Early in the program, provide an orientation-to-the-wortd--
of work in child care imd early childhood education.

3. Early in the program, provide trainees with opportunities
to set personal and career goals.

4. Establish counseling procedures which will allow trainees
to raise and discuss issues and concerns relating to the
program and their own personal and professional development.
This will enable counselors to (a) help individual trainees
with problem-solving; (b) make referrals to appropriate
sources of help; (c) ideiltify anticipated needs which the
training program might address, and (d) identify long-term
career development goals. If individual tralinees do not
possess the capabilities for working with young children,
or have extraordinary difficulty in attaining the CDA
competencies, the program staff may want to suggest other
training programs for which the person may be more suited.
Such areas may include teaching older children or adults, or
working in other human servic.e areas such as health or
social services.

5. Provide follow-up and placement services.

6 5
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PROVIDING VALID CREDIT

It is expected that CDA training programs that are affiliated with

colleges and uniVersities will provide trainees,with valid credit

applicable to degrees in child development or in early childhood

education. Some CDA training will be offered by institutions that

are not colleges.or universities. It is hoped that they will link up
with some college or university to provide credit for trainees.
Listed below are ways of granting credit for CDA training:

1. Credit by CDA competency assessment (in catalog terms, credit
by examination), with blocks of competencies being translated in.-
to course credits. The underlying assumption here is thnt
competency is the primary criteria.for credit-raflher than the
specific experiences leading to competency.

2. Credit by completion of courses, with courses ,defined in terms
,of the CDA competencies. Both academic work and field experiences
ln be trcnslated into a specified number of credit units and
A.ated to new or existing courses. The _format of actual

instruction can vary widely from formal coursework to-on-site
seminars, learning modules, independent study, field trips and
'observation, etc.

3. Credit by recognition of the CDA credential. Once the CDA is
established as a credential, it could be considered as equival-
ent to an associate degree, or as satisfying the required
block of credits for a major in early childhood education
or child' development. . Some academic institutions have already
indicated a favorable response to arrangments of this kind.

Transferability is important in establishing systems of credit. CDA
training programs should make every effort to insure that credit earned
in CDA training is valid; that is, applicable to a degree and trans-
ferable to other institutions. Some trai:ning programs have proposed
to give credit through external degree programs of affiliated colleges.
Other programs have arranged for trainees to secure crP,lits upon entry
for previous "life experiencec"or "significant learni, " Still
others advpcete the "upside_down" curriculum, in which a student first
completes his or her specialization in early childhood education and
child development before talng the broad general education cOurses
required, for bachelor's degree.

6 6
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SUGGESTIONS FOR REVISING EXISTING CURRICULA
TO CONFORM TO CDA TRAINING GUIDELINES

The following outline suggests a very .simplified procedure te conyort
existing early childhood education programs to CDA training programs.

SteD 1.

7.73mine course titles and their academic content, in relationshipk.
to specific CDA competenties. Note areas of overlap and also
areas of omission.

Step 2.

Revise existing courses and develop new ones so that each course,-
and all courses taken together; fosters development of specific
competencies. -Make sure that all competencies are-included.

Stea_3.

ExL the CDA competencies ,to determine what field experiences
would foster the development of specific competencies.

Step 4.

DeVelop a series.of field placements end/or on-the-job experiences
which will help trainees acquire specific coMpetencies, and all
the competencies-in turn.

Step 5.

Create administrative mecflanisms to insure that academic work and
field training are a set of integrated experiences fo= trainees.
For example, cooperative planning and coordination among academic
and field training staff is essential where these roles are
separated. Academic instructors should visit field training sites
at frequent and regular intervals. Sim;larly, field supervisors
should be familiar with the content of academic materials presented
to trainees."

Step 6. s

Devise ways to allow flexibility so that trainees can enter and leave
,training on an individual basis. An academic model that has individu-
alized comp.onents is essential for flexible scheduling: independent
reading, independent projects, films, videotapes, self-instructional
learning models, small group discussions, tutorials. Schedule
regular appraisals of competency and ways eo plan with trainee& for
completion of CDA training.

Step 7.

Examine the existing credit-hour structure to find ways to give'
valid credit'for CD lining.

6 7

61

.9



BIBLIOGRAPHY OF PUBLTSHED
MATERIALS ABOUT THECDA PROGRAM

ARTICLES

Biber, Barbara,. "The Child Development Associate: A Professional Role for

Developmental Day Care," Theory\Into Practice (in press, Sn*-ing 1(173).

iKlein, Jenny W., "CDA-A New Profession for the Child Care Field,"
Child Care Quarterly, Sprig 1973.

:(.1ein, Jenny W., "The CDA Brings New Prfessi nal Skills to Child
Care," Day Car"?. Educati:.n, First (Spring) editi241, 1973.-

Klein, Jenny W., "Training for Competency - New Alpprc-)ach for Child
Care Staff," (accepted for publication in'Educational Ileadership).

Klein, Jenny W. and Rita Weathersby, "Competent Child CareStaff - A
New Approach to Training and Credentialling," Educating Children:

'Early and Middle Years, May-June 1973.
/ -

C. Ray and Thomas: T. Ryan, "Competent Professionals for.
Quality Child Care and Early Education: The Goal of CDA," Young
Children, December 1972.

Williams, C. Ray and Virginia' Ki-Aanfeldt, "CDA Cc47,s-JrtiUM - A United
Effort," Day Care and Early Education, April 1973.

Williams, C. Ray and Virginia Krphnfeldt, "Child Development .

Associate - A F:ossible :flream?" Childhood Education, March 1973.

Zigler Edward, "A New Child Care :rofession: the Child Development
Associate." Text of a speech Fiven at the Pu_Laal Conference of
the National Association for the Education of Young Children,
Minneapolis, November 6, 1971. Rcrin1;ed in Young Childreni,
December 1971.

"Controversy Brews Over Child Care Profession," Education USA,
November"27, 1972.

"Non-public School Jobs,"Sch-)lastic Teacher, Novembe 1972.

"The CDA - A New'Profession," Education CommiL)sion of the Ztates
Bulletin, Vol. 6, No. 1, February 1973.

"The Development of the Child Development Associaj;e (CDA) Pr: .ram."
Questions and answers put to'Dr. Jenny Klein and Dr, C. Rs,.

Williams, Young Children, February 1973.

6.8

6 z



PAMPHLETS AND NEWSLETTERS

"The Child Development Associa: A pamphlet describing major aspects

of the CDA Program.

"CDA-The Child Development Associate." A pamphlet giving the full text
of a speech given by Raymond C. Collins, Chief of the Program
Development and Innovation DiY:_sion of the Office of Child
Development, DNEW, before the American Association of Community
and Junior Colleges, December 4, 1972 in Washington, D. C.

"Facts About the Child Development Associate (CDA) Consortium, Inc."
A pamphlet describing the mission and organization of the Child
Development Associate Consortium.

"The Child Development Associate Consortium, Inc." A pamphlet containin
the script of a slide tape presentation describing the Consortium's
activities.

CDA News Report, May-June Edition,1973. This is the first edition of a
1.2riodic news reportgivim:. information about the CDA program.

Copies of these pamphlets and the'CDA News Reportare available from
the Office of Child Development and from the Child Development Associate
Consortium. Reprints of selected articles are also available.
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